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Employee engagement is properly seen as the key to efficiency. This is because 
employees who fully engaged with their working job and organization will enhance 
the unity of the workplace and motivate other employees to perform well. The 
objective of this study was to examine the relationship between transformational 
leadership, employee voice, training and development, and employee engagement 
among employees in a financial institution in Kuala Lumpur, Malaysia. Social 
exchange theory (SET) was utilized in explaining the relationship between the research 
variables in the research framework. The quantitative research method has been used 
through a questionnaire. A total of 259 employees from financial institution 
representing a response rate of 86% participated in this study has been collected. Three 
hypotheses were tested using SPSS 25. The findings indicated that transformational 
leadership and training and development were significant and positively related to 
employee engagement. The implication of this study is that organization should recruit 
and hire a suitable leader that has the transformational leadership style and provide 
relevant training programs for an employee to enhance employee engagement in the 
organization. Future research on others that might influence employee engagement 
such as compensation, organizational culture, career growth, supervisor and 
subordinate relationship, and work-life balance needs to be carried out.  
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Penglibatan pekerja dilihat sebagai kunci kecekapan. Ini kerana pekerja yang terlibat 
sepenuhnya dengan pekerjaan dan organisasi mereka akan meningkatkan perpaduan 
di tempat kerja dan memotivasi pekerja lain untuk menunjukkan prestasi yang baik. 
Objektif kajian ini adalah untuk mengkaji hubungan antara kepemimpinan 
transformasional, suara pekerja, latihan dan pembangunan dan penglibatan pekerja di 
antara pekerja di institusi kewangan di Kuala Lumpur, Malaysia. Teori pertukaran 
sosial (SET) digunakan untuk menjelaskan hubungan antara pemboleh ubah 
penyelidikan dalam kerangka penyelidikan. Kaedah penyelidikan kuantitatif telah 
digunakan melalui soal selidik. Seramai 259 pekerja dari institusi kewangan yang 
mewakili kadar respons 86% yang mengambil bahagian dalam kajian ini telah 
dikumpulkan. Tiga hipotesis diuji dengan menggunakan SPSS 25. Hasil kajian 
menunjukkan bahawa kepemimpinan transformasi dan latihan dan pembangunan 
adalah signifikan dan positif berkaitan dengan penglibatan pekerja. Implikasi dari 
kajian ini adalah bahawa organisasi harus merekrut dan mengambil seorang pemimpin 
yang sesuai yang mempunyai gaya kepemimpinan transformasional dan menyediakan 
program latihan yang relevan untuk seorang pekerja untuk meningkatkan penglibatan 
pekerja dalam organisasi. Penyelidikan masa depan mengenai orang lain yang 
mungkin mempengaruhi penglibatan pekerja seperti pampasan, budaya organisasi, 
pertumbuhan kerjaya, pengawas dan hubungan bawahan, dan keseimbangan kerja-
kehidupan perlu dilakukan. 
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CHAPTER 1  
INTRODUCTION 
1.1. Introduction 
This chapter discusses the background of study, problem statement, research question, 
and research objective. Next the researcher will explain the scope of the study, and 
significance of the study. Besides, definition of terms will be explained and 
organization of the chapters will be discussing at the end of this chapter. 
1.2. Background of the Study 
 
Figure 1.1: Trends in Global Employee Engagement Report 2018 
Employee Engagement in Asia Pasific 
 
According to Aon Hewitt Trends in Global Employee Engagement (2018) survey on 
“trends in international employee engagement”, Malaysia is slowly enhancing in 
phrases of employee engagement, increasing with the aid of four points to 63% in 
2018. However, the country nevertheless ranks among the lowest in the Asia Pacific, 
which is falling behind its neighbouring nations like Indonesia and the Philippines. 
This shown that employee engagement in the international aspect has to deal with high 
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APPENDIX B: QUESTIONAIRE 
Universiti Utara Malaysia 
College of Business 
 
Questionnaire  
FACTORS INFLUENCING EMPLOYEE ENGAGEMENT IN A FINANCIAL 
INSTITUTION IN KUALA LUMPUR 
Dear Sir/Madam, 
I am inviting you to participate in my research project entitled “Factors Influencing 
Employee Engagement in A Financial Institution in Kuala Lumpur”. The study aims 
to identify the factor that influence on employee engagement. 
I hope you will be able to assist by answering all the enclosed questionnaire. This 
research shall be completed through your cooperation by providing your valuable time 
and honest reply. This questionnaire is divided into five (5) sections: Section A 
(Demographic Information of the respondent), Section B (Employee Engagement), 
Section C (Transformational Leadership), Section D (Employee Voice) and Section E 
(Training and Development). 
Your answers will be treated strictly confidential and will be used for academic 
purposes and it will be used only for my project paper only. 
Please answer ALL questions by fulfilling the appropriate boxes. Your cooperation 
and contribution for this survey is highly appreciated. Please do not hesitate to contact 
me at +60132152448 if you need further clarification. Please return the completed 
questionnaire at your earliest convenience.  
Thank you for spending your time and cooperation. 
Yours sincerely, 
MOHD HADI ALYA BIN MOHD RODZI 
Master of Human Resource Management 
College of Business 




SECTION A (DEMOGRAPHIC INFORMATION) 
 













4. Academic Qualifications: 
SPM/STPM or Equivalent 
Diploma or Equivalent 
Bachelor’s Degree or Equivalent  
Master’s Degree or Equivalent 
Doctoral Degree (PHD)  
5. Job Category: 
Executive 
Non-executive 
6. Working years in the current organization: 
Below 5 years  
6 to 10 years  
11 to 15 years  
more than 16 years  
7. Working Experience: 
Below 5 years  
6 to 10 years  
11 to 15 years  
more than 16 years
Indian  
Other: _________  
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SECTION B (EMPLOYEE ENGAGEMENT) 
 
Please indicate the extent of your agreement with the given statement is this section 
on 5-point scale. Please circle the chosen number as your answer based on the 
following: 
 
1 2 3 4 5 
Strongly 
disagree 





1. When I get up in the morning, I feel like going to 
work. 
1 2 3 4 5 
2. At work, I feel bursting with energy. 1 2 3 4 5 
3. At work, I always be patient, even when things do not 
go well. 
1 2 3 4 5 
4. I can continue working for very long periods at a 
time. 
1 2 3 4 5 
5. At job, I am very resilient and mentally. 1 2 3 4 5 
6. At job, I feel strong and vigorous. 1 2 3 4 5 
7. To me, my job is challenging. 1 2 3 4 5 
8. My job inspires me. 1 2 3 4 5 
9. I am enthusiastic about my job. 1 2 3 4 5 
10. I am proud of the work that I do. 1 2 3 4 5 
11. I find the work that I do full of meaning and 
purpose. 
1 2 3 4 5 
12. When I working, I forget everything else around 
me. 
1 2 3 4 5 
13. Time flies when I working. 1 2 3 4 5 
14. I get carried away when I working. 1 2 3 4 5 
15. It is difficult to detach me from my job. 1 2 3 4 5 
16. I immersed in my work. 1 2 3 4 5 
17. I feel happy when my working intensely. 1 2 3 4 5 
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SECTION C (TRANSFORMATIONAL LEADERSHIP) 
 
Please indicate the extent of your agreement with the given statement is this section 
on 5-point scale. Please circle the chosen number as your answer based on the 
following: 
 
1. My leader has a clear understanding of where we 
are going 
1 2 3 4 5 
2. My leader has a clear sense of where he/she wants 
in our unit to be in 5 years 
1 2 3 4 5 
3. My leader has no idea where the organization is 
going 
1 2 3 4 5 
4. My leader says things that make employees proud 
to be a part of this organization 
1 2 3 4 5 
5. My leader says positive things about the work unit 1 2 3 4 5 
6. My leader encourages people to see changing 
environments as situations full of opportunities 
1 2 3 4 5 
7. My leader challenges me to think about old 
problems in new ways 
1 2 3 4 5 
8. My leader has ideas that have forced me to rethink 
some things that I have never questioned before 
1 2 3 4 5 
9. My leader has challenged me to rethink some of 
my basic assumptions about my work 
1 2 3 4 5 
10. My leader considers me personal feelings before 
acting 
1 2 3 4 5 
11. My leader behaves in a manner which is 
thoughtful of my personal needs 
1 2 3 4 5 
12. My leader sees that the interests of me are given 
due consideration 
1 2 3 4 5 
13. My leader commends me when other staff do a 
better than average job 
1 2 3 4 5 
14. My leader acknowledges improvement in my 
quality of work 
1 2 3 4 5 
15. My leader personally compliments me when other 
staff do outstanding work 
1 2 3 4 5 
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SECTION D (EMPLOYEE VOICE) 
 
 
Please indicate the extent of your agreement with the given statement is this section 
on 5-point scale. Please circle the chosen number as your answer based on the 
following: 
 
1. I develop and make recommendations to my 
supervisor concerning issues that affect my work. 
1 2 3 4 5 
2. I speak up and encourage others in my work unit to 
get involved in issues that affect my work. 
1 2 3 4 5 
3. I communicate my opinions about work issues to 
others in my work unit, even if their opinions are 
different and they disagree with me. 
1 2 3 4 5 
4. I keep well informed about issues at work where 
my opinion can be useful. 
1 2 3 4 5 
5. I get involved in issues that affect the quality of life 
in my work unit. 
1 2 3 4 5 
6. I speak up to my supervisor with ideas for new 
projects or changes in procedures at work. 
1 2 3 4 5 
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SECTION E (TRAINING AND DEVELOPMENT) 
 
Please indicate the extent of your agreement with the given statement is this section 
on 5-point scale. Please circle the chosen number as your answer based on the 
following: 
 
1. Extensive training programs are provided for me in 
this job.  
1 2 3 4 5 
2. I am in this job will normally go through training 
programs every few years.  
1 2 3 4 5 
3. There are formal training programs to teach new 
hires the skills need for me to perform in my jobs.  
1 2 3 4 5 
4. Formal training programs are offered to me in 
order to increase my promotability in this 
organization. 
1 2 3 4 5 
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APPENDIX C: SPSS OUTPUT 
DEMOGRAPHIC INFORMATION 
Gender 
 Frequency Percent Valid Percent Cumulative Percent 
Valid Male 130 50.2 50.2 50.2 
Female 129 49.8 49.8 100.0 
Total 259 100.0 100.0  
 
Age 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 23 2 .8 .8 .8 
24 2 .8 .8 1.5 
25 7 2.7 2.7 4.2 
26 7 2.7 2.7 6.9 
27 22 8.5 8.5 15.4 
28 14 5.4 5.4 20.8 
29 25 9.7 9.7 30.5 
30 11 4.2 4.2 34.7 
31 8 3.1 3.1 37.8 
32 7 2.7 2.7 40.5 
33 17 6.6 6.6 47.1 
34 9 3.5 3.5 50.6 
35 12 4.6 4.6 55.2 
36 15 5.8 5.8 61.0 
37 15 5.8 5.8 66.8 
38 2 .8 .8 67.6 
39 6 2.3 2.3 69.9 
40 6 2.3 2.3 72.2 
41 7 2.7 2.7 74.9 
42 8 3.1 3.1 78.0 
43 3 1.2 1.2 79.2 
44 11 4.2 4.2 83.4 
45 14 5.4 5.4 88.8 
46 13 5.0 5.0 93.8 
47 8 3.1 3.1 96.9 
48 5 1.9 1.9 98.8 
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49 1 .4 .4 99.2 
50 1 .4 .4 99.6 
55 1 .4 .4 100.0 
Total 259 100.0 100.0  
Race 
 Frequency Percent Valid Percent Cumulative Percent 
Valid Malay 224 86.5 86.5 86.5 
Chinese 28 10.8 10.8 97.3 
Indian 7 2.7 2.7 100.0 
Total 259 100.0 100.0  
 
Marital Status 
 Frequency Percent Valid Percent Cumulative Percent 
Valid Single 90 34.7 34.7 34.7 
Married 169 65.3 65.3 100.0 
Total 259 100.0 100.0  
 
Academic Qualification 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid SPM/STPM or Equivalent 1 .4 .4 .4 
Diploma 188 72.6 72.6 73.0 
Bachelor’s Degree or 
Equivalent 
66 25.5 25.5 98.5 
Master’s Degree or 
Equivalent 
4 1.5 1.5 100.0 





 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Executive 178 68.7 68.7 68.7 
Non-Executive 81 31.3 31.3 100.0 
Total 259 100.0 100.0  
Working years in current organization 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Below 5 years 99 38.2 38.2 38.2 
6 to 10 years 90 34.7 34.7 73.0 
11 to 15 years 55 21.2 21.2 94.2 
more than 16 years 15 5.8 5.8 100.0 
Total 259 100.0 100.0  
Working Experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Below 5 years 78 30.1 30.1 30.1 
6 to 10 years 81 31.3 31.3 61.4 
11 to 15 years 39 15.1 15.1 76.4 
more than 16 years 61 23.6 23.6 100.0 





 N Minimum Maximum Mean Std. Deviation 
Employee Engagement 259 2.35 4.88 4.0663 .58590 
Transformational Leadership 259 2.47 4.73 4.1490 .32619 
Employee Voice 259 2.33 5.00 4.2600 .44118 
Training Development 259 1.75 5.00 3.8320 .67684 


















Alpha N of Items 
.774 6 
 
Training and Development 
Reliability Statistics 
Cronbach's 




PERSON CORRELATION ANALYSIS 
 




















1 .502** .361** .630** 
Sig. (2-tailed)  
.000 .000 .000 
N 





.502** 1 .403** .320** 
Sig. (2-tailed) 
.000  .000 .000 
N 
259 259 259 259 
Employee Voice Pearson 
Correlation 
.361** .403** 1 .374** 
Sig. (2-tailed) 
.000 .000  .000 
N 
259 259 259 259 
Training Development Pearson 
Correlation 
.630** .320** .374** 1 
Sig. (2-tailed) 
.000 .000 .000  
N 
259 259 259 259 
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MULTIPLE REGRESSION ANALYSIS 
 
Model Summary 
Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 
1 .707a .500 .494 .41694 
 
 










B Std. Error Beta 
Sig. 
1 (Constant) -.263 .356  -.739 .461 
Transformational 
Leadership 
.580 .089 .323 6.538 .000 
Employee Voice .053 .067 .040 .793 .428 
Training Development .443 .042 .512 10.491 .000 
